CP-32 ACTEDS Plan

WELCOME MESSAGE

SES

It is our pleasure to introduce this Training, Combat, and Doctrine Warfighting
Developers Career Program (CP) 32 Army Civilian Training, Education, and
Development System (ACTEDS) Plan. This ACTEDS Plan identifies the
professional development assignments, training, and education that will enable
you to support Army Transformation, and to enhance your career development.

This revised plan extends career development guidance to GS-301-T careerists
and addresses the role of simulations and simulators within CP-32. The
functional and core competencies on which all training is determined have been
refined for each series. The Master Training Plans and training sources have
been updated.

As a Department of Army Civilian, you are responsible for your professional
development. This ACTEDS Plan will empower you to take charge of your
career by building and fulfilling your professional development program. Your
supervisor and manager are responsible for providing you with the opportunity
to fulfill your training, education, and developmental assignment needs. Each
Career Program Manager in CP-32 must ensure that their careerists receive
needed training, education and developmental assignments as required.

For assistance, please contact the Army Training Career Program Office at
DSN: 680-5648/7 or CML: (757) 788-5648/7.

Commanding General, Headquarters TRADOC
Functional Chief, CP-32
Training, Combat, and Doctrine Warfighting Developers Career Program

The Senior Executive Service Member of CP-32
Functional Chief's Representative
Training, Combat, and Doctrine Warfighting Developers Career Program
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SECTION 1 - OVERVIEW

1.1 Proponent

The proponent agency for this document is the CP-32 Army Training Career
Program Office, ATTG-ZC-T, Deputy Chief of Staff for Operations and Training
(DCSOPS&T), Headquarters U.S. Army Training and Doctrine Command
(TRADOC).

1.2 Revision Highlights

The Training, Combat, and Doctrine Warfighting Developers Career Program
(CP) 32 Army Civilian Training, Education, and Development System
(ACTEDS) Plan identifies training, education, and developmental opportunities
CP-32 careerists can use as a guide in planning their own career.

This plan is a revision of the March 2002 Training and Warfighting
Developments CP-32 ACTEDS Plan. The objectives in publishing this revision
are to:

a. Change the name of the career program from Training and Warfighting
Developments to Training, Combat, and Doctrine Warfighting Developers.

b. Incorporate the addition of the GS 301-Training series into the plan.

c. Incorporate changes to career progression within the GS-1700 and 301-T
series. See the “What's New” section for details.

d. Incorporate the role of simulations and simulators within CP-32.
e. Expand the competencies for each job series and grade level.

f. Provide a Master Intern Training Plan (MITP) and Master Training Plans
(MTP) that identify training, education, and development opportunities for
Training, Combat, and Doctrine Warfighting Developers.

g. Update all training requirements and sources for the training.

h. Update the CP-32 Web-based Information Tool for online access to this
plan and related information.

i. Reflect the working relationships between the CP-32 career fields.
J.  Provide the foundation for writing job descriptions for CP-32 career fields.

1.3 What's New

1.3.1 GS-1701 Capper

In order to support the recognized need for civilian leaders that are multi-
functional and adaptive, the GS-1701-14/15 will now be the "capper" for the
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GS-1700 and 301-T series. At this level, the Training Manager/Director will be
able to perform across the spectrum of the CP-32 GS-1700 and 301-T series.
These capper positions will be the Army's leading experts in the use of training
capabilities, government and contractor resources to develop training
approaches and modules, and the integration of training across doctrine,
organization, training, materiel, leader development, personnel and facilities
(DOTMLPF).

GS-1701-11/13 will slowly phase out of CP-32. Current employees holding
these grade and job series will be “grandfathered”, but once they leave, the
positions will be reclassified to a 1750, 1712, or 1702 position, whichever is
more appropriately aligned to the duties and responsibilities of the position.
Figure 1-1 depicts the revised progression. Consult Table 1-1 for specific
changes for each job series.

Training, Combat, and Doctrine Warfighting Developers

- GS-1701/
- GS-1750
~ Intern

Figure 1-1 GS-1701 "Capper" Career Progression
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Table 1-1 GS-1701 "Capper" Job Series Impact

SERIES GRADE IMPACT

GS-1701 Intern GS-1701 and 1750 share
functional competencies

11/13 Current careerists in these grades
will be “grandfathered” and until
reassigned will utilize GS-1750
competency lists

GS-1700 series and 14/15 Current careerists in these grades
301-T will be “grandfathered” but will
utilize GS-1701 competencies lists

1.3.2 Expanded Competencies for Each Job Series

The competencies for each series have been expanded. This refinement
provides greater distinction of the duties and responsibilities across the job
series. The revised competencies are more closely aligned with the Office of
Personnel Management (OPM) classification and grading system. The needs
of individual installations may require careerists to perform “other duties as
assigned”; however, the competencies for each series/grade are written to
reflect the qualifications for the job. These revised competencies allow for
clearer identification of staffing needs and the job descriptions to support those
needs.

1.3.3 Master Training Plans

Due to the expansion of the competencies, both functional and common core,
the MTPs are streamlined. The content is simplified for easy reference. In
addition, there are now two MTPs for each job series and grade level or
grade level grouping, e.g. 11/12. The first MTP outlines training associated
with functional competencies. The second MTP outlines the training
associated with the common core competencies — which apply to all job
series. Both MTPs must be referenced to obtain a complete view of
individual training requirements.

1.3.4 Individual Development Plans

There are no longer two separate forms — one for careerists and one for
interns — for developing/approving career training objectives. All required
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information is now contained on one form, the Individual Development Plan
(IDP). The Individual Training Plan is obsolete.

1.3.5 The Term “Major Army Command”

To transform the Army into a more agile and adaptable service, the Secretary
of the Army and Chief of Staff, Army have directed the realignment of the
current Army headquarters, Major Army Commands (MACOM), Field
Operating Agencies, and Staff Supporting Agencies. This revised plan uses
the new designations.

The headquarter realignments affecting the CP-32 community are as follow:

e Army Commands:
o0 Force Command (FORSCOM)
0 Training and Doctrine Command (TRADOC)
o Army Materiel Command (AMC)
e Army Service Component Commands (ASCC):
o Army Europe
0 United States Army Special Operations Command
o Eighth United States Army (EUSA)
e Direct Reporting Units (DRU):
0 Medical Command (MEDCOM)
o0 United States Army Corps of Engineers (USACE)

1.4 Future Updates

To maintain the accuracy and currency of the information contained in this
document, revised or new information will be posted under the “What’s New”
feature on the CP-32 Web site.
http://www.tradoc.army.mil/dcsopst/cp32/index.htm.

1.5 Suggestions for Improvement

Direct questions or comments to the CP-32 Army Training Career Program
Office:

i CP-32 Army Training Career Program Office
'_.*.1 HQ TRADOC, DCSOPS&T
%.- ATTN: ATTG-ZC-T
I Fort Monroe, VA 23651-5000



http://www.tradoc.army.mil/dcsopst/cp32/index.htm
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Please contact: DSN: 680-5648/7,
Commercial (757) 788-5648/7.

1.6 Distribution

Primary access to this plan will be through the Army Civilian Personnel
On-Line Web site (http://cpol.army.mil/library/train/acteds/) which links to the
DCSOPS&T section of the TRADOC Web site
(http://www.tradoc.army.mil/dcsopst/cp32/index.htm).
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SECTION 2 - INTRODUCTION

2.1 Purpose

ACTEDS provides for planned, competency-based development of civilian
members of the Army workforce, from entry level to key positions. At each
stage in an Army civilian's career, planned training and developmental
assignments are essential to maintain proficient job performance and to build
skills to enhance both job performance and potential for advancement. The
system blends progressive and sequential work assignments, formal training,
and self-development. Each Army career program (CP) has an ACTEDS
Plan.

Each CP listed in Army Regulation (AR) 600-3 reflects professional, technical
and functional fields that are grouped based on population, occupational
structure, grade range, and commonality of job characteristics. This grouping
also allows the career program management officials to target the needs and
common interests of the group.

The CP-32 ACTEDS Plan provides information for the careerist to identify
potential career advancement and to become highly developed and
experienced within the Department of the Army (DA) environment, while
gaining expertise for attaining career goals. The plan provides guidance on
career development and progression, technical competencies, and
education/training for Training, Combat, and Doctrine Developers beginning at
entry levels through Senior Executive Service (SES) within the Army.

CP-32 includes seven job series that are similar in occupational description,
but widely varied in functional description. Careerists should discuss the
training identified in this plan with their supervisors during their performance
appraisal counseling sessions and use the plan to identify training needs in
their IDP.

2.2 Applicability

2.2.1 CP-32 Careerists

CP-32 careerists in the following occupational series should use this ACTEDS
Plan to guide their career planning. Refer to Section 4 for complete
information.

e GS-1701 — General Education and e GS-1702 — Training Support
Training
e (S-1712 — Training Instruction e GS-1750 — Instructional Systems
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e (GS-301-T — Training e GS-301-CD — Combat
Development

e (GS-301-DD — Doctrine Development

2.2.1.1 Training — GS-1700 and 301-T Series

Training is a structured sequence of learning activities designed to provide an
individual with the skills and knowledge required to perform job-related tasks
to the prescribed standard. The Training series includes individuals who
participate in instruction, development, and support of training. It is imperative
that the careerist in these job series work together with one another to
effectively and efficiently accomplish their respective missions. It is essential
that careerists in the Training job series work in close coordination with the
Combat and Doctrine Developers to ensure the synchronization of this career
program’s mission (i.e., combat, doctrine, and education/training
development).

2.2.1.2 Combat Development — GS-301-CD

Combat Developers (CD) direct, manage, supervise, or execute the Joint
Capabilities Integration Development System (JCIDS) process in accordance
with TRADOC Regulation (TR) 71-20, “Concept Development,
Experimentation, and Requirements Determination” (implementing draft).
They are responsible for determining, documenting, and processing
warfighting concepts, future operational capabilities, and DOTMLPF
requirements. They assess concepts to identify gaps in required capabilities.
They are also responsible for developing and managing the integration of
DOTMLPF solutions for capability gaps and for directing and managing the
development of JCIDS capability documents. It is essential that careerists in
the CD job series work in close coordination with training and doctrine
personnel to ensure the synchronization of this career program’s mission (i.e.,
combat, doctrine, and education/training development).

2.2.1.3 Doctrine Development — GS-301-DD

Doctrine Developers (DD) provide the doctrine (principles and tactics,
techniques, and procedures) that supports or provides the foundation for the
institutional and operational Army’s training and warfighting functions. They
are responsible for the management, integration, and quality control of Army
doctrine; integrating Army doctrine vertically and horizontally within the Army;
integrating Army doctrine with joint and multinational doctrine; representing the
Army in multinational doctrine committees; and performing other doctrine
related tasks. It is essential that careerists in the DD job series work in close
coordination with training and combat personnel to ensure the synchronization


https://www.us.army.mil/suite/doc/5234034

CP-32 ACTEDS Plan
I

of this career program’s mission (i.e., combat, doctrine, and education/training
development).

2.2.2 CP-32 Interns

CP-32 interns in the following occupational series should use this ACTEDS
Plan to guide their career planning.

e (GS-1701 General Education and e (GS-1750 Instructional Systems
Training

2.3 Goals

2.3.1 Short-Term Goal

The short-term goal is to provide for the training of CP-32 interns and
professional development and career progression of Army CP-32 personnel.

2.3.2 Mid-Term Goal

The mid-term goal is to attract, develop, and retain quality civilians by
providing career enhancement opportunities and sustainment training in
support of Army Transformation.

2.3.3 Long-Term Goal

The long-term goal is to build and sustain the corps of highly skilled and
qualified Army CP-32 personnel by providing career enhancement
opportunities and sustainment training to meet Army needs for the future.

2.4 Objectives
The objectives of the CP-32 ACTEDS Plan follow:

2.4.1 Guide Professional Development and Career Progression

This ACTEDS Plan will serve as a planning and professional development tool
to provide direction on professional development and career progression for
CP-32 Army civilians from intern and entry levels through SES. The plan also
serves as a resource for writing job descriptions and assigning duties and
responsibilities to individuals.

2.4.2 Provide Master Training Plans to Guide Career Development

The Master Training Plan (MTP) is a comprehensive outline of training and
developmental opportunities from entry level through appointment to the CP

_9
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SES position. The MTPs reflect progressive career patterns that allow
maximum opportunity for high-potential individuals to advance and perform at
their highest capabilities. Functional requirements are based upon
competencies by series and grade level. Section 5 provides MTP user
guidance for CP-32. The common core MTPs and functional MTPs for each
job series are located in the Appendices.

2.4.3 Provide Master Intern Training Plans to Guide Intern Development

The Master Intern Training Plan (MITP) outlines the training and career
development that Army Civilian Training interns should accrue by the time they
reach their target grades. Section 6 discusses the CP-32 MITP. Specific
intern training is located in the applicable series’ MTPs.

2.4.4 Provide Guidance on the Use of Individual Development Plans

The IDP is a written plan developed jointly with a supervisor that prepares the
careerist/intern for positions of increased responsibility. The IDP aids planning
in support of short-, mid-, and long-term career goals. The IDP facilitates
identification and communication of developmental objectives, selection and
participation in training assignments, and the periodic reevaluation of goals,
objectives, and training needs. See Section 5.6 for additional information on
the IDP.

2.4.5 Establish a Responsive Professional Development System

Establishing a highly responsive system, through which all forms of
professional development are achieved, ensures that essential managerial
and technical training and development are systematically made available to
CP-32 civilian careerists.

2.4.6 Expand Training, Combat, and Doctrine Warfighting Developer
Capabilities

Expanding the capabilities of Army Civilian Training, Combat, and Doctrine
Warfighting Developers, by broadening their scope of work and responsibilities
enables the Army to maintain an excellent workforce.

2.4.7 Expand Interaction with Business, Industry, and Academia

Expanding interaction with business, industry, and academia, as well as other
governmental professional development programs, continuously improves
training, education, and professional development opportunities for CP-32
civilian careerists.

10_
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2.4.8 Provide Guidance and Counsel

Providing supervisors and CP-32 Points of Contact (POC) with guidance and
counseling on a variety of leadership and management development activities
to assist careerists with their professional development.

2.5 Army Transformation Influence on CP-32

Changing times require a
new approach by the For detailed information on Army
armed forces to meet the Transformation

needs and requirements of
operating in the current
and projected security

Our Army at War — Relevant and Ready:
http://www.army.mil/thewayahead/foreword.html

environment. Army The Hooah Guide to Army Transformation:
Transformation represents http://www.ausa.org/PDFdocs/Hooah Guide
this new approach to web.pdf

implement necessary
reforms to achieve the Army’s vision for future combat readiness. A major
facet of this transformation concerns people — altering the way civilian and
military personnel think about warfare and their readiness to respond.
Transformation goes beyond just technology and will necessitate an army-
wide cultural change. As a driver of change, TRADOC ensures full integration
of Joint and Army doctrine, concept development, experimentation, training
and capabilities development for the current and future modular force —
spiraling needed capabilities into the current force. Transformation requires
adaptive leaders, rapid responses, and cost-effective methodologies.
Discussed below are brief overviews of how CP-32 is responding to these
needs.

2.5.1 Civilian Leadership Development

Like their uniformed counterparts, Army civilians must be well trained,
motivated, and forward thinking to meet the challenges of the 21 century.
HQ, TRADOC was directed to develop a Civilian Education System (CES) to
provide enhanced training, develop skill sets, and provide education
opportunities for Army civilians comparable to the Officer Education System
(OES), Warrant Officer Education System (WOES), and the
Noncommissioned Officer Education System (NCOES).

This transformation of civilian training and education will align uniformed and
civilian leader development training and education when appropriate, and
enable Army civilians to contribute to their fullest potential. The new CES is a
systematic means of developing Army civilian leaders and providing them with



CP-32 ACTEDS Plan
B 0

the capability to perform the critical tasks, with supporting skills and
knowledge, to the prescribed standard appropriate to their levels of
responsibility. This includes improving their critical thinking, team building,
effective communications, and interpersonal skills. CES will develop civilian
leaders who understand and display Army values and professionalism and
who exhibit creativity and innovation in a joint, interagency, and multinational
environment.

Within the CES a new curriculum will be developed that will capitalize on
existing programs/courses to create three distinct levels of leadership
education. In addition to a Foundation Course delivered via distributed
learning (dL) for all newly appointed DA civilian employees, three levels of
leader training will be developed — Basic Leader, Intermediate Leader, and
Advanced Leader Courses. These three courses, which will be implemented
in phases, will include both resident and non-resident instruction to achieve
essential learning outcomes. However, the resident instruction is available
only to supervisors. This revised set of courses will replace the current
Civilian Leader Development courses, i.e. SBLM, SLE, OLE, PME | and Il, and
LEAD. For availability, check the “What's New” section of the CP-32 Web site.

2.5.2 Use of Cost Effective Training Methodologies

The changing nature of the Army necessitates changes in access to training.
“Train as we fight” is the goal for the future. For many training needs,
alternatives to traditional classroom training are more cost-effective and
provide accessibility to training that meets the schedules and locations of
students. Advances in technology offer new opportunities for delivering
efficient and effective training.

2.5.2.1 Blended Training

Blended training describes the combination of traditional and electronic
training methods and taps into the strengths of each. Traditional training
provides a student with interaction and feedback from an instructor. Providing
training electronically allows 24/7 access to the training. The combination of
both styles meets the needs of a wide range of learning requirements and
offers increased flexibility to the student. No less important, this blended
approach reduces training costs. As the demand for training increases and
funding dollars are stretched, this hybrid method allows the Army to meet the
challenge of educating its civilian and military members.

Blended training crosses the spectrum in terms of technology, sophistication
and cost, from video teleconferencing, satellite, Web-based, computer-based,
chat, and other dL methodologies. This training allows students to participate
from anywhere and at anytime, and adds the features of synchronous and
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asynchronous discussions, electronic postings, use of video, audio, and e-mail
capabilities, and interaction with an instructor. The hybrid system allows
participants to work together on small group projects, conduct small group
discussions, and share presentations — while also allowing for independent,
self-paced assignments. The combination of electronic training with instructor
contact qualifies the training as blended.

2.5.2.2 Immersive Instructional Technologies

Immersive instructional technologies are highly realistic, interactive
educational and learning video-based scenarios that can be incorporated into
dL and other technology-based courseware. These techniques can
strengthen dL by helping trainers transition from traditional instructor
presentations with slides to more powerful, scenario-based instruction.

The term "immersive" means courseware or any type of training that engages
the learner in highly interactive, motivating, challenging, and realistic job-
related experiences. These immersive instructional technologies simulate a
real world experience. This is more than just using technology to re-create the
real world. It's also about the story line and capturing the learner’'s
imagination. Effective training depends both on the technology that is used to
present the material and the content of the material itself.

Immersive dL places students in situations where they must make decisions
and solve problems. Immersive courseware places emphasis on affecting the
learner emotionally, motivating the learner, and increasing the level of realism
so that the learner is completely engaged and learns how to deal with each
new situation.

2.5.2.3 Simulations

As the use of simulations and simulators become integral to Army training,
many CP-32 careerists are involved with training via these methods.
Worldwide, the military, industry, and academia use modeling and simulations
(M&S) as a technological enabler to enhance training, analysis, and
acquisition activities. Military forces determined that M&S can provide a
realistic, and sometimes cheaper, way to train. Ammunition, fuel, and repair
parts are expensive. M&S provides a method for training individuals and units
in a safe environment, while optimizing the expenditure of precious, limited
resources.

There are three environments of simulations — live, virtual, and
constructive. A description of each follows:
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e Live simulations are simulated operations conducted by real operators
using real equipment. Military training events using real equipment are
live simulations. They are considered simulations because these events
are not conducted against a live enemy.

e Virtual simulations involve real people operating simulated systems.
Virtual simulations place humans in the central role of exercising motor
control skills, decision skills, and/or communication skills. An example
would be a cockpit mockup to train pilots.

e Constructive simulations involve simulated people operating simulated
systems. Real people input data into the simulation but are not involved in
determining the outcome. For example, a military user may input data on
a military unit telling it to move and to engage an enemy target. The
constructive simulation determines the speed of movement, the effect of
the engagement with the enemy, and any battle damage that may occur.
Results are provided digitally or visually, depending on the type of
simulation used.

It is imperative that CP-32 careerists know their functional responsibility
relative to simulations and simulators. There are competencies within the
appropriate CP-32 job series that address simulations and simulators.

2.5.3 Army Performance Improvement

One of the goals of Army Transformation is rapid response to changes in the
theater. To meet this goal, CP-32 careerists must reduce training
development time. Army Performance Improvement (API) has been identified
as a method to reach this goal. API is the systematic analysis of the root
causes of gaps in human performance. Instructional Systems Specialists
analyze the impediments to maximizing performance, determine and
implement solutions, evaluate the impact, and determine financial results,
either positive or negative. There are different versions of this model, but all
emphasize inputs, outputs, the consequences of performance, feedback, and
the skills and knowledge employed by the performer. API interventions deal
with the root cause of the problem, not just the symptoms and address all
possible solutions, not just training solutions.

API centers on achieving key business goals. The examination of these goals
and identifying which are not being successfully met determines which
performance gaps must be addressed. This method assures that the right
priorities receive focus.

2.5.4 Trainers and Training Developers Certification

A training certification program is being developed to ensure that careerists
involved in the Army’s education/training arena are current on training
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methodologies that support the transformation effort. One goal will be to
integrate API into Army education, training, and training development.
Training and certification will focus directly at specific job performance.
Trainers and training developers, following a systematic performance and
training improvement model, perform a variety of jobs and functions during
their careers. These functions can be seen as a three-dimensional matrix of
function (analyst, designer, developer, evaluator), level of expertise (intern,
apprentice, journeyman, master) and supervision responsibilities (supervisor,
manager, senior manager)

Specific formal and informal training and experience are needed to support
competent performance in each element of this matrix. TRADOC is creating a
new virtual training program that will provide just-in-time training to the
developer. Initial certification will be directly tied to the job function assigned.
A second level of certification will be provided as an individual moves into
various levels of the management structure.

Additional certification in specific functions may be required for higher levels of
management. The Army Learning Management System will provide the
structure for tracking the certifications the person has achieved. Certification
for levels of expertise will include both training and performance components.
Entering supervisory positions will require both certification of technical
expertise and supervisory training, as addressed in other portions of the
CP-32 program.

2.6 Warfighting Developer Recruitment

Recruitment for CP-32 careerists will, of necessity, focus on identifying and
selecting those persons needed to achieve the desired job mix. Replacement
needs are met through the career referral process implemented through
Resumix, the Army’s automated hiring tool, or the intern program. For more
information, refer to the Civilian Personnel On-Line (CPOL) Web-site “How to
Apply” page at http://acpol.army.mil/employment/apply.htm.

To learn more about internships visit the Interns Program page on the CP-32
Web site: http://www.tradoc.army.mil/dcsopst/cp32/index.htm or go to Army’s
CPOL Career Intern page: http://cpol.army.mil/library/permiss/794.html.

2.7 Affirmative Action

Training and developmental opportunities for career program
participants covered by this plan applies to all CP-32 interns
and careerists regardless of race, color, sex, marital status,
political affiliation, religion, national origin, non-disqualifying
disabilities, or age.
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SECTION 3 - CAREER PROGRAM MANAGEMENT
3.1 General

This section includes general information about the roles and responsibilities
of key participants in CP-32 management.

AR 690-950, Chapter 1, Section Il, Career Management, describes the
functions of the senior participants in detail.

3.2 Assistant Secretary of the Army (Manpower and Reserve
Affairs) (ASA(M&RA))

Within the overall responsibility of the Secretary of the Army, ASA (M&RA):
a. Approves career management policy.

b. Appoints Functional Chiefs (FC) for all Career Programs and provides
oversight, management, and evaluation of all CPs.

c. Serves as FC for Civilian Human Resources Management, Manpower and
Force Management, and Equal Employment Opportunity.

3.3 Deputy Assistant Secretary of the Army (Civilian Personnel
Policy), (DASA (CPP))

On behalf of the Army G-1, the DASA (CPP):

a. Develops Armywide career management policies, procedures, and
program requirements with FC assistance and coordination.

b. In conjunction with Functional Chief's Representatives (FCR), estimates
annual career management central resource needs, develops budget data
to support those needs, and manages and monitors the use of ACTEDS
central resources.

c. Projects ACTEDS annual intern requirements based on input from
FC/FCRs, Army Commands, ASCCs, DRUs and allocates ACTEDS
resources annually to support central intern requirements and CP training,
education, and development programs.

d. Approves ACTEDS Plans prepared by FCs and personnel proponents.

3.4 Career Program Functional Chief (FC)

An FC is designated for each career program. The FC for CP-32 is the
Commanding General, U.S. Army TRADOC.
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3.5 Functional Chief's Representative (FCR)

The FCR is a senior civilian holding a top-level position in the respective CP.
The FCR implements and evaluates program policies and plans, and chairs
the HQDA Training Advisory Board. The FCR for CP-32 is the HQ TRADOC
Assistant Deputy Chief of Operations & Training (ADCSOPS&T).

3.6 Assistant Functional Chief's Representatives (AFCR)

The CP-32 FCR has an AFCR to assist with the FCR duties. The AFCR for
CP-32 is the Training Policy, Plans, and Program Manager at HQ, TRADOC
DCSOPS&T.

3.7 CP-32 Advisory Board

AR 690-950, paragraph 1-13 governs the CP-32 Advisory Board functions and
membership. The CP-32 Advisory Board addresses the organizational needs
and operation of CP-32 in response to the changing needs of Army Civilian
Training, Combat, and Doctrine Warfighting Developers. The Advisory Board
includes the FC, FCR, or designee as chairperson, and key personnel from
HQDA, Army Commands, ASCC, DRU, and installations. The CP-32 Advisory
Board will normally meet annually or as deemed necessary by the FCR. The
functions of the board follow:

a. Forecasting and planning for staffing needs.

b. Reviewing proposals to change the CP-32 program, policies, or ACTEDS
Plan.

c. Ensuring relevancy of the job-related criteria used in evaluating individuals
for referral.

d. Ensuring that ACTEDS requirements for CP-32 are fully and economically
managed.

e. Recommending changes or modification to the ACTEDS MTPs and
MITPs, career ladders, and other elements of the CP-32 ACTEDS Plan.

f.  Furnishing information to the FCR to support the programming and
budgeting of ACTEDS resources.

The CP-32 HQDA Advisory Board Status and Command/Functional Area are
as follows:
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Table 3-1 CP-32 HQDA Advisory Board

NON-VOTING VOTING

Functional Chief's Representative TRADOC — HQ Administration
(FCR)

TRADOC - Training Technology TRADOC — HQ Career Program
Management

TRADOC - Simulation Technology || TRADOC — HQ Training Program
Administration

\ Integrating Centers || TRADOC - Training Evaluation \
| Assistant to FCR | TRADOC — Training Development |
\ Recording Secretary || TRADOC — Training \

|

| TRADOC - Training Specialist

TRADOC - Staff & Faculty
Development

| TRADOC - Instructors \

TRADOC - Combat and Doctrine
Development

| AMC — Specialty School
| SOCOM - Training
|
|

Corps of Engineers — Training
FORSCOM - Training

3.8 CP-32 Army Training Career Program Office

The CP-32 Army Training Career Program Office is a Headquarters
Department of the Army office located at Ft. Monroe, VA. Itis located at Ft.
Monroe in lieu of the Pentagon because the Functional Chief (FC) and his
Functional Chief's Representative (FCR) are both located there. The CP-32
office, through guidance from the FCR, manages the Career Program
Armywide and handles any proponency and career program issues.

This office updates pertinent Army regulations and policies based on current
trends, laws, and official guidance given by the FCR or HQDA. The CP-32
Office also obtains FCR approval for requested professional training based on
installations’ input. This office then requests and receives professional training
dollar allocation from HQDA. The CP-32 Office notifies each installation of the
competitive professional dollars they will receive for the next FY. This office
provides annual centralized training opportunities for CP-32 careerists.
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Additionally, the CP-32 Office reviews and determines training to be
developed as self-development training. This office also determines the
number of CP-32 interns the Army requires and assists with the placement
into permanent positions. The CP-32 Office handles publishing and updating
the ACTEDS plan.

The CP-32 Office conducts studies, projects future resource requirements,
and arranges meetings/conferences concerning CP-32 issues. The office
provides guidance and career counseling for members of the career program
as well as coordinating with Activity Career Program Managers (ACPM) and
Army Commands Career Program Managers (ACCPM), Army Service
Component Commands Career Program Managers (ASCCCPM), and Direct
Reporting Units Career Program Managers (DRUCPM). Contact the CP-32
Office at Commercial (757) 788-5647/8 or DSN 680-5647/8.

3.9 Army, Army Service Component, and Direct Reporting
Units Career Program Managers

These Career Program Managers, in coordination with supervisors and
employees, are key players in the development, implementation, and
evaluation of the career program. Their role is to

a. Advise appropriate headquarters and field activities on career
management from a functional standpoint. Inform ACPM of the
regulatory, administrative, and procedural requirements of each CP.

b. Analyze ACTEDS centrally funded intern and competitive professional
development requirements to support the development of budget
requests. Recommend annual ACTEDS centrally funded intern resource
needs and monitor program execution.

c. Assist the civilian personnel directors (CPD) in the identification of intern
training sites. Assess the quality of intern intake and training and ensure
that any needed corrective action is taken.

d. Assist commanders in obtaining necessary resources to administer and
support ACTEDS CP requirements throughout the Commands. Monitor
the performance of ACTEDS training conducted in their facilities.

e. Monitor EEO progress, as applies to CP-32, and perform the necessary
follow-up to ensure full support of EEO goals.

f. Serve, when required, as ACPM for the appropriate headquarter.
g. Advise and assist the FCR in matters related to career management.

h. Ensure all new CP-32 careerists’ Social Security Numbers have been
provided to the Army CP-32 Career Program Manager for use with
Resource Allocation Selection System (RASS).
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i. Coordinate training requirements and requests with the CP-32 Army
Training Career Program Office.

3.10 Activity Career Program Managers (ACPM)

Below the Army Commands, ASCC, and DRU levels, installations/activities will
have an ACPM. The ACPM, in coordination with supervisors and employees,
is a key player in the development, implementation, and evaluation of the
career program. ACPMs will give technical advice and assistance to the
commander and CPOC/CPAC; provide advice and guidance to careerists; and
serve as resource persons by assisting supervisors in furnishing CP
information to careerists and interns. ACPMs will

a. Assure availability of AR 690-950 and this ACTEDS plan; inform
supervisors and monitor compliance of the regulatory, administrative, and
procedural requirements of each CP.

b. In coordination with the CPOC/CPAC, give guidance to supervisors on
ACTEDS CP requirements.

c. Monitor and evaluate the execution of ACTEDS requirements at the
activity level and provide advice and guidance to supervisors and
employees on training, education, and development opportunities and
requirements.

d. Monitor and advise supervisors and CP employees on how to plan CP
assignments by using ACTEDS plans.

e. Monitor selection of interns in terms of qualifications and high potential to
successfully complete the training program. Monitor the management,
training, and the performance of interns.

f. Assist the activity commander in determining annual CP staffing
requirements and intern resource needs.

g. Name sponsors for interns new to the activity.
h. Approve IDPs for interns.

i. Approve performance plans for interns and act as approving official on
their intern appraisals.

J.  Sponsor and conduct periodic meetings with CP employees to share
experiences and to discuss the status and direction of the CPs.

k. Monitor and coordinate actions required by the Affirmative Employment
Program/Plan (AEP) or other requirements established in CPs.

I. Assist in the EEO complaint process and in effecting a resolution in the
early stages of the complaint process.

m. Advise and assist employees and supervisors in career appraisal, career
referral, and career counseling responsibilities.
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n. Publicize training opportunities and career management information to
careerists.

0. Ensure all new CP-32 careerists’ Social Security Numbers have been
provided to the Army CP-32 Career Program Manager for use with RASS.

p. Update installation CP-32 distribution list annually.

g. Coordinate training requirements and requests with the CP-32 Army
Training Career Program Office.

3.11 Managers and Supervisors

Managers and supervisors counsel individual employees about their career
development, assist employees in preparation of their IDPs, and release
employees for identified CP-32 ACTEDS training and development
opportunities.

3.12 CP-32 Careerists

The individual CP-32 careerist has a major responsibility for personal
professional development. In accepting this responsibility, each Army Civilian
Training, Combat, and Doctrine Warfighting Developer should

a. Maintain interest in professional development and take responsibility for
acquiring training to improve individual capabilities and the potential for
career progression.

b. Develop and maintain an IDP as an integral element of the career
development, performance appraisal, and counseling processes. The
individual will prepare an IDP by comparing personal education and
experience with the professional development needed to achieve recorded
career goals. The initial year's training and development objectives should
be reflected in each employee's performance evaluation. Appendix U
includes a sample IDP that may be filled in electronically, printed out and
used locally. This form is available on the CP-32 Web site. When
completed, this sample meets the Army Civilian Personnel Management
requirements for an IDP.

c. Continually seek to achieve the competencies and associated skills,
knowledge, and abilities (SKA) recommended in the CP-32 ACTEDS Plan
through experience, self-development, and training.

d. Seek help from supervisors, local Civilian Personnel Advisory Centers
(CPAC), and functional officials to assess individual strengths and
weaknesses and to seek appropriate training.

e. Pursue a variety of developmental assignments through organizational,
functional, and geographic mobility.
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SECTION 4 - CP-32 JOB SERIES OVERVIEW

4.1

a.

GS-1701 — General Education and Training

CP-32 employees in GS-1701 General Education and Training positions
advise, administer, supervise, and/or perform work in the field of education
and training. The education and training work involves a combination of
capabilities of the GS-1702, 1712, 1750 and 301T series.

GS-1701 is the “capper” series for the CP-32 1700 and 301-T job series at
the 14/15 level. The 1701s will direct and monitor staff in evaluation,
analysis, design, development, implementation and evaluation procedures
for education/training products and resources. Careerists align training
with the organization's requirements and seek to gain support and
commitment for the strategic initiatives that will maximize the value of their
organization. Careerists oversee development and approve department
budgets, policies, objectives, and priorities and collaborate with and
support area teams, field trainers, facilitators, coordinators, and external
organizations. Professional knowledge of a specialized field that is not
identifiable with any existing series is also covered under the GS-1701
series. The GS-1701 14/15 requires knowledge of at least one of the
other CP-32 1700 and 301T job series as indicated below:

e (GS-1702 careerists apply procedures for planning, acquisition,
management, analysis, reproduction, distribution and sustainment of
training support which includes facilities and land, services, training
information infrastructures and products; and training aides, devices,
simulations and simulators. They are also responsible for managing
the training load for schools or MOS/AOC within ATRRS.

e (S-1712 careerists are the subject matter experts in the content of
education/training products and materials, provide instruction, and lead
discussion groups and seminars of large and small groups of
students/staff. Organizes and/or serves as an advisor for workshops
consisting of functional experts to determine critical tasks. They
manage specialized programs and training development databases
and ensure their programs and databases adhere to Army and
TRADOC policies, procedures, and standards.

e (GS-1750 careerists lead and manage the education/training production
effort. They ensure the Army education/training is efficient, effective
and relevant and design is based on sound, appropriately applied adult
learning principles.

e (GS-301-T careerists are primarily involved with the development and
management of both collective/unit training programs and training
strategies. They focus on ensuring units, and the leaders and Soldiers
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in those units, have the capabilities, programs, and strategies
necessary to ensure their readiness for full-spectrum operational
deployments.

c. Employees classified in the GS-1701 series must have completed a full 4-
year course of study leading to a bachelor's degree or higher, which
included, or is supplemented by, major study in education or a subject
field appropriate to the position.

d. CP-32 interns may enter the Intern Program through the GS-1701 series
but upon graduation they automatically become a GS-1750-11.

e. Manager/Director roles for GS-1701 cover a wide spectrum of education
and training programs.

4.2 GS-1702 — Training Support

a. CP-32 employees in GS-1702 Training Support positions conduct work
that involves the planning, acquisition, management, analysis,
reproduction, distribution, and sustainment of training enablers, including
the training information infrastructures, products, services, facilities and
land, and the training aids, devices, simulations and simulators (TADSS)
necessary to train soldiers and civilians. Employees in training support
positions require knowledge of training support program objectives,
policies, procedures, and pertinent regulatory requirements. A degree is
not required for the GS-1702 series.

b. The GS-1702 series includes the duties specifically responsible for the
management, evaluation, and resource processes necessary to develop,
assess, and sustain training enablers. Individuals in this series are also
responsible for supporting the development of architectures and
standards, which are necessary to ensure integration and standardization
and for developing tools used to develop and assess training support
products, systems, and programs. The GS-1702 can also be responsible
for managing training programs and managing the training load.

c. The following functions apply to the GS-1702:

e Training Support Management e Training Scheduling
e Training Support Analysis e Training Materials
Management
e Training Support Planning e Training Information
Systems Analysis
e Training Support e Security Assistance
Technical Assistance Training Management
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e Training Requirements/ e Training Product
Plans Analysis Distribution

e Training Simulations Operations

4.2.1 The Training Support System (TSS)

The Army Training Support System (TSS) is a system of systems that
provides the networked, integrated, interoperable training support necessary
to enable an operationally relevant training environment for warfighters. In
short, it is an integrated training support enterprise. Itis comprised of three
components: product lines, which include training information infrastructures
(T, TADSS, and training products, services, facilities and land; architectures
and standards; and management, evaluation, and resource processes that
enhance training effectiveness. Additional information on the TSS can be
found at: http://www.atsc.army.mil/tss/.

4.3 GS-1712 — Training Instruction

a. CP-32 employees in GS-1712 Training Instruction positions are involved
in the direct delivery of instruction or education/training services. It covers
classroom instructors, supervisors, and managers of Government
operated training programs. They require a practical knowledge of
education/training which enables them to apply the appropriate principles
and techniques to help students learn to perform the tasks and supporting
skills or knowledge. They serve as instructors or supervisors of instructors
in specific subject areas; develop or review special subject-matter course
materials, training aids, and manuals for training programs; administer
training programs; evaluate conduct of training programs; participate in
course and test development; manage training programs and/or provide
training as part of a mobile training team (MTT). A degree is not required
for the GS-1712 series.

b. The Training Instructor/Administrator/Specialist, GS-1712, is a subject
matter expert in the content of the material included in training products
and presented to students or provided to support unit training. They are
experts in the application of the Systems Approach to Training (SAT)
implementation phase. This expertise is the result of their field
experience, subject matter expertise, instructor training, and practical
experience. The GS-1712 presents instruction by the application of
various instructional strategies, to include but not limited to, large and
small group instruction using Video Tele-training, and computer-assisted,
Web-based, and Web-managed instruction. A part of their responsibility is
to facilitate learning, counsel students, mentor learners, assist in
development and proctoring of student performance tests. Additionally,
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they respond to content inquiries from distributed learning students (e.g.,
IMI) and oversee student progress.

c. As a training administrator, a GS-1712 manages and supervises the
conduct of one or more courses. This involves, but is not limited to,
ensuring resources are available when and where needed, managing
resources, training subordinate GS-1712s, scheduling training (based on
the mandatory training sequence), entering and managing data in a
learning management system, and counseling students.

d. The GS-1712 is involved in the certification of instructors in that they
observe instructors presenting/facilitating lessons, provide guidance and
recommendations, prepare reports on instructor performance, and counsel
subordinate instructors on their performance.

e. GS-1712s play a major role in the development of training. They serve as
members of training production teams and provide content expertise to
that production process.

f. The following functions apply to the GS-1712:

e Course Management e Class/Classroom Management
e Evaluation (Instructors, Conduct e Training Management
of Training) (Individual/Collective)

e Facilitation e Training Simulation Instruction

e Instruction e Technical Subject Matter
Expertise (SME)

e Training Administration e Training Materials
Management

e Training Simulations Instruction e Observer Controller

4.4 GS-1750 — Instructional Systems

a. CP-32 employees in GS-1750 Instructional Systems positions perform
professional work in training. Many of them serve as instructors,
supervisors, administrators, and managers in academic and technical-
vocational programs. Others provide professional educational principles
and theory in the analysis, design, development, implementation, and
evaluation of training programs and products.

b. Employees classified in the GS-1750 series must have completed a full 4-
year course of study leading to a bachelor's degree or higher, which
included, or is supplemented by, at least 24 semester hours appropriate to
the work of the position to be filled. The course work must have included
study in at least four of the following five areas:
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1. Learning theory, psychology of learning, educational psychology:
Study of learning theories as they relate to the systematic design,
development, and validation of instructional material.

2. Instructional design practices: Study of the principles and techniques
used in designing training programs, developing design strategy and
models, and applying design methods to the improvement of
instructional effectiveness.

3. Educational evaluation: Study of the techniques for evaluating the
effectiveness of instructional/educational programs, including
developing written and performance tests and survey instruments,
and determining reliability and validity of evaluation instruments.

4. Instructional product development: Study of the techniques
appropriate for developing training materials, including identifying
learner characteristics, specifying objectives, applying training
strategy, validating training materials, and evaluating training.

5. Computers in education and training: Study of the application of
computers in education and training, including selecting appropriate
computer software.

c. The Instructional Systems Specialist (ISS) is responsible for the
engineering of efficient and effective education and training programs to
include, but is not limited to, ensuring that products and programs are
educationally sound and adhere to the proven principles of education and
training, e.g., adult learning principles. They coordinate with the combat
and doctrine developers to ensure continuity and cohesiveness.

d. The ISS possesses the expertise needed to lead and manage the
education and training production effort which includes, but is not limited
to the following:

1. Ensuring the instructional product provides for efficient and effective
learning by applying the SAT process.

2. Providing education/training development expertise and leadership to
improve systemic functioning of the Army’s TD process.

3. Designing learning based on sound adult learning principles and
application of appropriate learning principles.

4. Keeping all people involved in the development effort informed of
progress, problems encountered, developments, changes, and
constraints.

5. Establishing and maintaining current production plans (e.g., TD
Project Management and Proponent TD Development Plans).

6. Providing supervision, guidance, and training to the content SMEs
and other TD team members concerning how they are to perform
their development/production responsibilities.

7. Providing information on the latest improvements in producing,
distributing, and/or presenting education/training.
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8.  Providing quality control/assurance of the education and training
process and products produced.

9. Identifying and ensuring the availability of resources required to
accomplish education and training production.

10. Ensuring the TD resources are efficiently and effectively applied to
the education/training production.

11. Counseling subordinate training developers on their performance.

12. Preparing and managing training product production budgets.

e. The following functions apply to the GS-1750:

e Accreditation e Subject Matter Expertise

e Counseling e Evaluation/Quality Assurance

e Course Management e Training Development

e Facilitation e Instruction

e Training Development e Education/Training Quality
Management Assurance Management

e Mentoring

4.5 GS-301 — Training

a. The GS-301-Training (301-T) careerist is primarily involved in the
development and management of both collective (team and above)/unit
training programs and training strategies. A degree is not required for the
GS-301-T series.

b. Their extensive administrative and management responsibilities include
identifying live, virtual, and constructive training capability requirements
and assisting 1702s in acquiring the specific training enablers required to
support those capability requirements. They are focused on ensuring
units, and the leaders and Soldiers in those units, have the capabilities,
programs, and strategies necessary to ensure their readiness for full-
spectrum operational deployments. The GS-301-T may be involved, for
example, in providing training at Army Training Centers, home stations,
and Combat Training Centers; managing Battle Simulation Centers;
developing and implementing the Army’s Combined Arms Training
Strategies; or managing collective and individual unit training.

c. The GS-301-T must work in full coordination with force developers,
combat developers (GS-301-CD), doctrine developers (GS-301-DD), and
members of the GS-1700 series, especially those in the 1702 series. In
addition to the CP-32 career field common core competencies, GS-301-Ts
require extensive knowledge and skills in the processes, principles, and
policies of the Army’s Training Program — AR 350-1; principles of leader
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development; principles of unit and individual training; unit training

resource management; and knowledge of the DA, ASCC, DRU, and Army
Command organizations, functions, and business processes. Employees
classified in this series must have extensive, relevant experience with unit
and individual training at all levels of live, virtual, and constructive training.

d. GS-301-T careerist experience and roles are designed to support the
professional development of the Operational Army. GS-301-Ts serve, for
example, as training program managers, supervisors, and designers.
Some related fields of study are administration, and operations research
and systems analysis.

e. The following functions apply to the GS-301-T:

e Training Development e Training Support Analysis

e Training Product Distribution Training Analysis

e Program Management e Counseling
e Mentoring e Subject Matter Expertise
e DOTMLPF Assessment e Training Management

4.6 GS-301 - Combat Developments

a. Combat Developments defines the processes of analyzing, determining,
documenting, and obtaining approval of concepts, Future Operational
Capabilities (FOC), organizational requirements, and materiel
requirements. Combat Developments leads the Army community in
determining solutions for needed FOCs; fostering development of
requirements in all DOTMLPF domains; providing user considerations to,
and influence on, the Army's Science and Technology (S&T) program.
Combat Developments integrates the efforts of all DOTMLPF domains
and represents the user across the DOTMLPF domains during the
acquisition of materiel and development of organizational products to fill
those requirements. Policy and procedural guidance for Combat
Developments are contained in AR 71-9, Requirements Determination and
TR 71-20, Concept Development, Experimentation, And Requirements
Determination (implementing draft).

b. GS-301-CD Warfighting Combat Developers work in roles to support or
manage requirements determination, development of materiel and soldier
systems acquisition and organizational designs, and DOTMLPF
integration.

c. Employees in GS-301-CD positions perform professional work in Combat
Developments. Many Combat Developers serve as functional analysts,
supervisors, and managers. Others provide professional requirements
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determination and acquisition principles and theory in the requirement
analysis, concepts, and development of materiel and soldier support
systems and organizational design.

Employees classified in this series must have extensive, relevant
experience OR a combination of experience and college/university
courses in related fields. Some related fields of study are engineering,
information technology, operations research and systems analysis.

GS-301 — Doctrine Developments

Doctrine Developments is the process of defining and articulating doctrine
requirements (program directives) followed by researching, analyzing,
writing or revising, integrating, documenting, publishing, and distributing
doctrine products (Army, Multi-Service, Joint, and Allied Joint publications)
to the military force. Army doctrine includes principles, terms, symbols,
tactics, techniques, and procedures (TTP), and is contained in field
manuals (FM) and Field Manual-Interims (FM-I). The policy and
procedural guidance for Army doctrine development is contained in AR
25-30 "The Army Publishing and Printing Program”, TRADOC Regulation
(TR) 25-36 "The TRADOC Doctrinal Literature Program”, and TR 25-30
"Preparation, Production, and Processing of Armywide Doctrinal and
Training Literature”.

GS-301-DD Warfighting Doctrine Developers work in roles to support or
manage the development of doctrine.

Employees in GS-301-DD positions perform professional work in the life

cycle management of doctrine, from inception, development, to recision.

Many Doctrine Developers serve as functional analysts, supervisors, and
managers.

Employees classified in this series must have extensive, relevant
military/DOD experience OR a combination of military/DOD experience
and college/university courses in related fields. Some related fields of
study are engineering, information technology, operations research and
systems analysis.
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SECTION 5 - PROGRAM BASICS

5.1 General

ACTEDS provides an orderly, systematic approach to technical, professional,
and leadership training, education, and development for careerists in every
career program. As such, ACTEDS Plans are similar in structure and content
across career programs yet modified based on the needs of each career
specialty. This section provides an overview of CP-32 career phases, career
ladders, training priorities, Master Training Plan content, and the use of the
Individual Development Plan to identify training goals.

5.2 Career Phases

AR 690-950 outlines five general progression levels for Army CPs. These
levels are just samples and the exact level names and grades associated vary
from career program. The phases in CP-32 follow closely, but there are
some differences among the job series. See each functional MTP for
further detail.

Table 5-1 CP-32 Career Phases

TYPE DESCRIPTION

Intern/Entry CP-32 careerists normally enter the

program as GS-5 or -7s.

Interns are assigned to a training site and
attend formal courses as well as direct
on-the-job training and observation
experiences. Upon completion of the
Intern Program, interns are promoted and
assigned as regular employees based on
the needs of the Army and in
consideration of their career goals and
assignment preferences.

Specialist Most positions during this phase are GS-
11-12 assignments. In smaller
organizations and at lower echelons,
some personnel may be first-level
supervisors. The most desirable method
for the future development of these
career program employees is for them to
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gain experience in the various technical
aspects of their job series. Career
progression focuses on the attainment of
specific training and experiences. Lateral
assignments and details are valuable
managerial tools that assist career
program employees to gain the
necessary breadth of experience.

Intermediate

This level includes specialist positions at
grades GS-12 and GS-13. Supervisory
responsibilities are usually assigned at
this level.

Manager

During this phase, the career program
employee, usually at the GS-12 level,
will progress from positions with technical
supervisory responsibilities to positions
with managerial responsibilities at the
GS-13 level. Employees should seek
positions that will enhance or broaden
previous experience.

Executive

While assignments in this phase (GS-
14/15 and SES) focus more on
managerial ability, technical expertise in
the career field is no less important. The
specialized technical experience is
necessary to effectively manage
education and training programs.
Previous assignments should prepare
employees to occupy the top executive
level positions at Army Commands,
ASCC, DRU, or DA level.

5.3 Career Progression

CP-32 employees progress within the program from entry to the managerial
and executive phases. The general pattern of progression occurs vertically.
Career ladders graphically depict recommended progression paths to key
managerial or key technical positions. Career ladders for CP-32 careerists are
very general. Consult with your supervisor or Career Program Manager for
information more specific to your installation. Figures 5-1 through 5-6 display
the specific career ladders for each CP-32 job series.
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5.3.1

CP-32 Career Ladders

LA b GS-1701 & 1750 Career Ladder

Figure 5-1 GS-1701 & 1750 General Education and Training and
Instructional Systems Career Ladder

AR 'GS-1702 Career Ladder

7

Figure 5-2 GS-1702 Training Support Career Ladder
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Figure 5-3 GS-1712 Training Instruction Career Ladder

. ', GS-301Training Career Ladder . -
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Figure 5-4 GS-301 Training Career Ladder
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Figure 5-5 GS-301 Combat Developer Career Ladder

GS-BOl Doctrl ne
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Figure 5-6 GS-301 Doctrine Developer Career Ladder
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5.3.2 Key Positions within the Career Field

The FCR designates key positions. Key positions are usually considered to be
in grade GS 14-15 and SES in which incumbents have a unique impact on
policy making and/or program management. Certain grade GS-13 positions
may also be identified as key positions if deemed appropriate by the FCR.
Examples of such positions are Supervisory Instructional Systems Specialist;
Training Policy, Plans and Programs Manager; Supervisory Training
Administrator; Assistant Training Officer; and Training Management Director.
For more detailed descriptions or to review other positions within CP-32,
consult Fully Automated System for Classification (FASCLASS) a centralized
system at HQDA that gives access to active position descriptions and position
related information throughout Army
http://cpsfc.belvoir.army.mil/fasclass/inbox/default.asp.

5.4 Training and Development Priority Categories

Generally, CP-32 employee training and development activities are divided
into two categories: Universal and Competitive Training.

5.4.1 Universal Training

Universal training requirements provide standardized SKA across the
occupational area to all individuals who have similar duties and
responsibilities. Prioritizing universal requirements assists commanders in
planning and programming for ACTEDS funding. There are three universal
training priorities.

Table 5-2 Universal Training Priorities

PRIORITY DESCRIPTION
Priority One - Typically, this training is a condition of
Mandatory employment. It must be successfully

completed within a specific period and is
expected to meet one or more of the
following criteria:

Mandatory for employee to meet
acceptable performance.

Essential for mission accomplishment.

Required by higher authority (Law,
DoD, OPM) or required for certification,
health, or safety reasons.
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Mandated by Army G-1 as an ACTEDS
leader development core course.
Essential to accomplish functional intern
training.

Priority Two - This is training that personnel should

Essential if Funding is have for effective performance. The

Available training

Provides skills, knowledge, and
experience for careerists to achieve
maximum job proficiency.

Improves the quality of mission
accomplishment.

Priority Three -
Career Enhancement

This is training that is recommended,
rather than being mandated. Generally,
this type of training should be funded only
after all P1 and P2 training have been
funded. This training

Provides or enhances the knowledge,
skills, and abilities needed on the job.

Leads to improved mission
accomplishment.

5.4.2 Competitive Training

CP-32 careerists must apply for Competitive Training (CT) and are
competitively selected. CT is normally reserved for grades GS-11 and above.
The mode of training is usually formal short-term classroom training. This
training develops individuals for positions of greater responsibility. It covers
Armywide competitive programs such as Senior Service Colleges and other
leadership training opportunities for supervisors and managers. It also covers
competitive professional development opportunities that have CP-wide or
career field-wide competition.

5.4.3 University Training

Training will be approved on a case-by-case basis and will be forwarded
through supervisory and major command channels for approval by the FCR.
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The training may consist of evening and/or weekend courses that are less
than 12 hours per semester (or equivalent quarter) hours.

Course study must be from an accredited institution in a job related academic
discipline. Students are required to maintain a “B” average. Failure to
maintain this grade point average may result in removal from the course of
study. The Career Program Managers (CPM) will verify that the grade levels
are being maintained and the students shall be required to send a grade
report after each semester/quarter to their CPM. The Government’s interest
must be protected when an employee fails to complete training for which DA
pays all or part of the training expenses. If the student fails to complete
training satisfactorily, the guidelines of AR 690-400 Chapter 410, Subchapter
6, paragraph 6-4.b, will apply.

Employees must be in the grade of GS-11 or higher to apply for university
training. Except for distance learning, applications will be considered only for
accredited college/university of choice within the applicant's commuting area.
Employees will remain on their organization’s TDA and the organization
continues to fund the employee’s salary and personal benefits.

Table 5-3 University Training Types

TYPES DESCRIPTION

Part-Time Training This is training at an accredited college
or university on a less than full-time
basis. Training offers graduate level
courses in the GS-1750 technical area
and will be available to all CP-32
careerists, GS-11 and above, who meet
the educational requirements of a
bachelor degree. There is no cost for
this training for those careerists who
qualify. The FCR/Designee will make
final determination of acceptance.

Tuition Assistance CP-32 will offer tuition assistance for
Training careerists seeking college/university
level training directly related to
competencies within their job series,
support a planned career assignment,
or enhance managerial and leadership
skills. Assistance is available for
attendance at a college or university
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within commuting distance of the work
site, exception for distance learning
courses. Approval of courses is
dependent on CPM verifying courses
being related and establishing a
partnership with a local college or
university. Tuition assistance assists
students with partial tuition payment or
payment of books.

5.5 Master Training Plans

Each careerist must reference both the job series functional MTP and the
common core MTP to determine his/her complete training requirements.

5,51 The Functional MTP

There is a functional MTP for each job series and grade or grade
grouping. This section details the content of the MTP. Each MTP table
identifies educational requirements, typical key assignments, prioritized
recommended training and sources for completion, and the functional
competencies to be developed from entry through the most senior levels.

Functional MTPs for each series can be referenced as follows:

e (GS-1701 in Appendix G e (GS-301-T in Appendix O
e (GS-1702 in Appendix | e (GS-301-CD in Appendix Q
e GS-1712 in Appendix K e (GS-301-DD in Appendix S

e (GS-1750 in Appendix M

Table 5-4 Functional Master Training Plan Content

ITEM DESCRIPTION

Recommended The levels of education that are recommended

Education and considered appropriate at specific grade
levels and career phases within each functional
area.

Typical Key Reflects assignments in which CP-32

Assignments employees may be placed and is not all-
inclusive. The assignments are enhanced by
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developmental training, but require technical and
functional area proficiency, leadership ability and
supervisory/ managerial expertise that are the keys
to successful performance and progression in the
CP-32. Key Positions cover grades GS-13 through
SES and are positions involved in determining
strategy, plans, and/or policy in the career
program.

Recommended
Training/Source

Displays the types of courses considered
fundamental to career development at certain
grade levels within each CP-32 job series. Since
CP-32 employees function in many different
positions requiring different skills, the
employee and supervisor must select from the list
those courses needed for a particular job and
mission. CP-32 employees should strive to take
all courses shown for their job series in a target
grade level to be competitive for promotion to the
next higher level.

The training shown for each grade level is
considered cumulative. The training shown at
the entry level is a foundation level. Should a
careerist enter the program at a higher grade, all
relevant training at lower levels must be evaluated
to ensure that the competencies obtained from that
training have been acquired through formal training
or experience. If not, careerists may take the
recommended traini